In recent years, we have seen how the quality of work life has been focused and defined by the European Commission (EC). In our study we compare the EC definition with the academic one and try to see how close they are. We also analyse the possibility of applying the institutional definition to the Spanish case through the development of specific indicators. Our main conclusions are that QWL is increasingly important for policy makers. In addition, it is essential to have objective indicators and to conduct surveys in order to reliably measure QWL.
I. INTRODUCTION
Recent papers (Marcel and Dupuis, 2006) have tried to give a consensus definition of quality of work life (QWL) and a clear way of computing it. This has been achieved by analysing the theoretical perspectives in the literature, in order to achieve a clear outline of how to include all possible dimensions of the concept.
In Dupuis et al. (2000) , a general definition of quality of life (QOL) is given: "QOL, at a given time, is a state that corresponds to the level attained by a person in the pursuit of her hierarchically organised goals" (p. 107). Later on, Marcel and Dupuis (2006) take this systemic definition and apply it to QWL. They propose using a questionnaire of 33 domains to give an overall definition of QWL. These domains are linked to the four major dimensions of Turcotte (1988) and the 14 domains of Kohl and Shooler (1982) . The academic literature also develops a key concept: effectiveness in work roles. Seashore (1975) states that there are three separate aspects of work: those related to the employer, the employee, and the community. Of course, the goals of each aspect may be different, which may even result in incompatible objectives.
This sound academic definition of QWL can be compared to an institutional definition. Specifically, we refer to the institutional approach that is being developed in the European Union (EU) under the general framework of the Lisbon Strategy.
The aim of our paper is to review the institutional approach and to link it to the academic framework. In particular, we compare the dimensions and look at the work roles that are being considered. We also analyse the possibility of applying the institutional definition to the Spanish case through the development of specific indicators.
In the following section, we describe the EC's institutional approach. We then compare this definition with academic definitions. Finally, we propose indicators that embrace both definitions. A conclusion is given in the final section.
II. THE EUROPEAN INSTITUTIONAL APROACH TO THE CONCEPT OF QWL
The Lisbon Strategy aims to deal with changes brought about by globalization and a knowledge-driven economy by defining a new strategic goal. This framework requires an overall strategy that can be broken down into specific objectives and ways of achieving them. In 2000, the Lisbon European Council decided to launch a ten year strategy focused on attaining a leading economic position in terms of dynamism and competitiveness. This strategy is based on four axes: (a) reaching a knowledge-based economy; (b) modernising the European social model; (c) developing a framework of appropriate and stability-oriented macroeconomic policies; (d) achieving sustainable development.
In March 2005 the European Council was held in Brussels. At this meeting, there was significant interest in an intermediate revision of the Lisbon Strategy, as several of the agenda's goals had clearly not been met. These goals included some very interesting specific objectives. Three objectives that are linked to our study are listed below:
More and better jobs for Europe: developing an active employment policy. Four areas were associated with reducing unemployment and increasing the employment rate: improving employability and reducing skill gaps; increasing adaptability through lifelong learning; increasing employment in services; and reducing occupational segregation.
Education and training for living and working in the knowledge society. Europe's education and training systems have to offer learning and training opportunities for the knowledge society through three main factors: developing local learning centres; promoting new basic skills; and increasing the transparency of qualifications. There are also some specific targets: halving the proportion of 18 to 24 year olds with only secondary level education; making schools into multi-purpose local learning centres; introducing a European diploma for basic Information Technology skills; promoting the mobility of education agents; introducing a common format for curricula vitae.
Promoting social inclusion. The new knowledge-based society has the potential to reduce poverty. However, it also increases the risk of social exclusion. Several steps are recommended to reduce the gap: promote a better understanding of social exclusion; promote inclusion nationally, which is complemented at the community level by the Structural Funds framework; develop priority actions for specific target groups (minorities, the disabled, etc.).
At the Lisbon Special European Council, held in March 2000, it was determined that progress made towards achieving the strategic goal for the next decade -"to become the most competitive and dynamic knowledge-based economy in the world capable of sustainable economic growth with more and better jobs and greater social cohesion" -needed to be regularly discussed and assessed. Therefore, the Council invited the Commission to draft an annual synthesis report (the Spring Report) on this progress, using mutually accepted structural indicators. These indicators ensure that the reports are coherent and have a standard presentation. This communication is based on the Social Policy Agenda, and defines QWL -better jobs -by looking at both the existence of paid employment and the characteristics of the employment. It is a relative, multidimensional concept. In its broadest definition, it involves taking into account:
objective characteristics of employment, including the wider work environment and the specific characteristics of the job worker characteristics -the characteristics the employee brings to the job the match between worker characteristics and job requirements the subjective evaluation (job satisfaction) of these characteristics by the individual worker They assume that there is no standard or agreed definition of quality of work life in the academic and expert literature. Most studies adopt and suggest various key dimensions of job quality. These frequently include a focus on both the specific characteristics of the job (e.g. pay, hours of work, skill requirements, job content) and on aspects of the wider work environment (e.g. working conditions, training, career prospects, health insurance cover etc). However, in light of the Social Policy Agenda and the Lisbon Strategy objectives, a greater consensus is needed on the main elements of quality of work. To provide a framework of analysis, the main aspects of quality of work were grouped under two broad axes: job characteristics and the wider work and labour market context. However, to address quality of work in a full, coherent and structured manner, an appropriate set of indicators needed to be established within a framework based on consensus. The Commission therefore proposed a set of indicators covering 10 main dimensions of quality within two broad axes. Every dimension was approximated using a set of possible concepts and indicators (see Table 1 ). Therefore, as expected, the EC definition of QWL includes the main axes and even the spirit of the academic literature, but is clearly oriented to a strategic, higher goal. In the next section we make a proposal that tries to embrace both the policy-oriented approach to QWL and the more academic perspective.
III. COMPARING THE ACADEMIC AND THE INSTITUTIONAL APPROXIMATIONS

IV. QUALITY OF LIFE AND QUALITY OF WORK. OBJECTIVE AND SUBJECTIVE MEASUREMENTS OF WELL-BEING. DEFINING A PROPOSAL FOR SPAIN.
As we have already seen, the EC proposal only deals superficially with the subjective perceptions of workers. An important part of our research included devising a framework for analysing QWL in Spain. This was attained by developing specific indicators. We wanted to take advantage of the institutional framework offered by the EC. However, we also wanted to include the subjective perceptions of workers in most of the defined areas. In recent years, a survey on the quality of work life has been carried out by the Spanish Ministry of Labour and Social Affairs.
Consequently, our proposal includes both objective measurements and the subjective perceptions of individuals. We use the two main axes of the EC proposal: the micro (job characteristics) and the macro (work and labour market context). Based on the 10 dimensions and 30 concepts defined by the EC, we list up to 75 measurements. These come from objective measurements and subjective perceptions gathered from the quality of work life survey.
To avoid repetition of the dimensions and concepts already displayed in Table 2 , the following pages list the dimensions, the chosen indicators and availability in terms of the source, time, geography, sectors, professional categories and even the firm's size.
DIMENSION: 1. Intrinsic job quality
CONCEPT ( C: gender segregation -extent to which women and men are over or under-represented in different professions and sectors IEC: the average national proportion of employment for women and men applied to employment in each sector/occupation. The differences are added and related to total employment to obtain a gender imbalance figure. 
V. CONCLUSIONS
In this paper we have analysed the similarities between the academic and the institutional approaches to defining QWL. We have seen how almost all the indicators defined in the EC alternative are objectives measurements, while the main focus of the academic definitions of QWL is individuals' perceptions of their feelings and environment.
We have used the the quality of work life survey, carried out by the Spanish Ministry of Labour and Social Affairs, to define a framework that can combine the EC institutional definition of QWL, which is useful for policy makers, with the academic definition, which accounts for the subjective perceptions of employees.
The 10 dimensions and 30 concepts of the EC are included in 75 measurements, which are based on objective measurements and the quality of work life survey.
We believe that the academic position can enrich the knowledge environment of the policymakers, thus enabling them to make better decisions.
